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The aim of this study is to examine the relationship between job demands, namely academic workload, work pressure and 
work engagement. Data were gathered through questionnaire from a sample of academicians (n = 532) who worked in four 
public universities (Mu’tah University, The University of Jordan, The Hashemite University and Yarmouk University) located in 
the southern, middle and northern region of Jordan. Results indicate that both academic workload and work pressure were 
significant factor in influencing academicians work engagement. These findings generally supported past findings, which 
suggested that employees are less likely to engage with their work if they are given higher workload and work pressure. The 
findings were discussed and implications were also put forward. 
Keywords: work engagement; job demands; academic workload; work pressure. 
 
1. INTRODUCTION 
A review of literature shows that there is a considerable amount of interest been dedicated to work engagement in 
the last few decades. However, most of the studies were conducted in telecommunication companies (Brummelhuis, 
Bakker, Hetland & Keulemans, 2012; Schaufeli & Salanova, 2007; van Doornen, Houtveen, Langelaan, Bakker, van 
Rhenen & Schaufeli, 2009), health sector (Hakanen, Schaufeli & Ahola, 2008; Lin, Oi-ling, Kan & Xin-wen,  2009; 
Weigl, Hornung, Parker, Petru, Glaser & Angerer, 2010), hotels (Burke, Koyncu, Jing & Fiksenbaum, 2009; Slatten & 
Mehmetoglu, 2011), insurance companies (Demerouti, Bakker, De Jonge, Janssen, & Schaufeli, 2001; Schaufeli & 
Bakker, 2004), banks (Hassan & Ahmed, 2011; Koyuncu, Burke & Fiksenbaum, 2006), and education (Adekola, 2011; 
Hakanen, Bakker, & Schaufeli, 2006; Lorento-Prieto, Salonova-Soria, Martinez-Martinez & Schaufeli, 2008; Rothmann 
& Jordaan, 2007; Salmela-Aro, Tolvanen & Nurmi, 2009). 
Not much attention has been given on the issues of work engagement among the university’s academicians. If there 
were studies conducted in the educational sector, they were more focus on the students and teachers (Babcock-
Robertson & Strickland, 2010; Bakker & Bal, 2010; Basikin, 2007; Hakanen, Bakker & Schaufeli, 2006; Lorento-Prieto, 
Salonova-Soria, Martinez-Martinez, & Schaufeli, 2008; Salmela-Aro, Tolvanen & Nurmi, 2009). Many authors have 
agreed that teaching is considered to be one of the most stressful occupations, and this is due to a high workload, 
inadequate salary, large class sizes, emotional demands, student misbehavior and the perceived low status of the 
profession (Burke & Greenglass, 1994; Carlson & Thompson, 1995; Hakanen, Bakker & Schaufeli, 2006; Konermann-
van Hunsel, 2012; Kyriacou & Sutcliffe, 1978). Studies have shown how the high levels of teaching commitments, the 
pressure to attract external funding, and the high levels of role conflict (e.g. among the triple demands of teaching, 
research, and administration) constitute important sources of job-related stress for academics, while role conflict 
has, in turn, been linked to high levels of job dissatisfaction and anxiety (Gillespie et al., 2001; Kinman, 2001; Winefield 
et al., 2008; Winefield et al., 2003). In Australia, Rea (2011) found that research and teaching staffs in universities 
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work very long hours to cover their workloads and they are the most dissatisfied. As a result, nearly half of the 
academic workforce in Australian universities intends to move to overseas universities or leave the higher education 
in the next 10 years (Burke, 2011).  
Therefore, the purpose of this paper is to report findings of a research study that explored the possible influence of 
job demands on work engagement among the academicians. We were particularly interested in discovering about 
whether academics work engagement was influenced by the academic workload and work pressure imposed by the 
university. 
 
2. LITERATURE REVIEW 
2.1 WORK ENGAGEMENT 
The concept of work engagement was first coined by Kahn in 1990, who defined it as "the harnessing of organizational 
members' selves to their work roles" (p. 694). Work engagement is a construct that captures the variation across 
individuals and the amount of energy and dedication they contribute to their job. It is the extent to which an individual 
is attentive and absorbed in the performance of his or her work.Kahn (1990) further argued that when people are 
engaged, they are not only are physically involved in their work, but they also are cognitively alert and emotionally 
connected to others at the moment of engagement.  
However, work engagement has been mostly analyzed within the framework of the job demands-resources model. 
Based on the model, the evidence regarding the antecedents and consequences of work engagement has been drawn 
on two assumptions. The first assumption is that job resources such as social support from colleagues and 
supervisors, performance feedback, skill variety, and autonomy, start a motivational process that leads to work 
engagement, and consequently to higher performance. The second assumption is that job resources become more 
salient and gain their motivational potential when employees are confronted with high job demands (e.g. workload, 
emotional demands, and mental demands) (Bakker& Demerouti, 2007; Demerouti, Bakker, Nachreiner & Schaufeli, 
2001). 
This model has also been used to predict the influence of job characteristic, in terms of job demands and job 
resources on individual’s well-being (Bakker, Demerouti, Taris, Schaufeli & Schreurs, 2003). The first process is a 
process of exhaustion, in which job demands lead to a gradual reduction of mental and physical energy reserves and 
eventually result in fatigue, burnout and other health-related outcomes, such as health complaints and sick leave. The 
second process is a motivational process, in which job resources increase the willingness to spend effort, which 
eventually leads to work engagement, commitment and other motivational outcomes, such as organizational 
citizenship behavior. Both the exhaustion and motivational process have gained empirical support from various 
studies (for instance Bakker, Demerouti, Taris, Schaufeli, &Schreurs, 2003; Bakker, Demerouti, & Verbeke, 2004). 
 
2.2 JOB DEMAND AND WORK ENGAGEMENT 
Studies on job demands and work engagement have shown mixed results in the past. Reviewing past 
empirical studies had shown that testing similar job demand’s dimensions led to different results. For example, 
workload was found positively related to work engagement among 471 academic staff in South African higher 
education institutions and among 329 information communication technology (ICT) and management consultants 
(Hallberg, Johanson & Schaufeli, 2007). However, in other study, workload was found negatively correlated with 
work engagement among the 169 hospital nurses where the higher the workload, the lower the vigor and dedication 
among the hospital nurses (Tomic and Tomic, 2011). Similar findings were also found by Hakanen, Bakker and 
Demerouti (2005) where workload was negatively related to work engagement among the 1919 Finnish dentists.  
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Similar findings were also found when testing work pressure (in terms of having to work very fast) on work 
engagement. Work pressure was found to be positively related to work engagement in a study conducted by 
Schaufeli, Taris and Van Rhenen (2008) on 587 Telecom managers in Dutch and when tested on 2229 Royal Dutch 
constabulary officers (Bakker, Van Emmerik & Euwema, 2006). However, work pressure was found to be negatively 
related to work engagement in a study involving 154 employees from HR department from different industries in 
German (Kuhnel, Sonnentag and Bledow, 2012) and when tested on 274 teachers in Netherlands (Lorente, Salanova, 
Martinez & Schaufeli, 2008). Though in some studies, work pressure have shown either positive or negative 
relationship with work engagement, Sonnentag (2003) found no significant relationship between work pressure and 
work engagement among the 147 German public service employees. Similar findings were also found in a study 
conducted by Coetzer and Rothmann (2007) where work pressure did not play a significant role in work engagement 
for 83 employees in a small manufacturing firm in north-west province in South Africa. 
In short, the mixed findings were resulted from the kind of job demand’s dimensions tested in the study. Though 
past studies have shown mixed findings regarding the relationship between job demands and work 
engagement, majority of the studies have found negative relationship between the two variables. 
Therefore, the following research hypotheses are proposed: 
H1a: Work load is negatively related to work engagement 
H1b: Work pressure is negatively related to work engagement 
 
2.3 RESEARCH FRAMEWORK 
Figure 1 shows the research framework tested in this study. The research framework is developed based on job 
demands-resources model (Demerouti & Bakker, 2011), and the discussion of literature on work engagement 
(Bakker & Demerouti, 2007; Bakker, Demerouti, Taris, Schaufeli & Schreurs, 2003; Demerouti, Bakker, Nachreiner 
& Schaufeli, 2001).The research framework shows the relationship between job demands (workload, work 
pressure), and work engagement. In this study, job demands were the independent variables and work engagement 













3.1 RESEARCH DESIGN 
Quantitative research design is used in this study as it allows the testing of relationship between variables using 
statistical methods. This corresponds with the primary objective of this study, which is to examine the relationship 
between job demands  and work engagement. Apart from that, this study is conducted in the natural environment 
of the organization where the researcher interference is minimal. The unit of analysis is at the individual level 
(academic staff) asrespondents’ perceptions about the job demands become the basis for understanding their 
Job demands: 
 Workload 




influence on work engagement. The primary data for this study was collected at one point of time (cross-sectional 
study) through distribution of questionnaire. 
 
3.2 PARTICIPANTS 
A total of 532 respondents (430 male; 102 female) participated in this study. The average age of the respondents 
was 51 years old. Out of 532 respondents, 86.2% of them were married. All of the respondents had higher academic 
qualifications of doctoral degree. 53.9% of the respondents had earning between USD2001 and USD3000 per month. 
Most of the respondents had been in their position for 1-3 years (42.9%) and had served their organizations for 1-3 
years (55.3%). Associate professors made up 35.1%% of the total respondents. The rest consisted of professors, 
assistant professors, instructors and lecturers.  
 
3.3 MEASUREMENTS 
Measures for work engagement were adapted from Schaufeli and Bakker (2003). The 17-items work engagement 
scale measured academician’s perception on his/her work-related state of mind that is characterized by vigor, 
dedication and absorption. The measurement for job demands  consist of two dimensions namely, academic 
workload which was measured by 10 items developed by Boyd, Bakker, Winefield, Gillespie & Stough, 2010; 
Houston, Meyer & Paewai, 2006), and work pressure which was measured by 5 items developed by Karasek and 
Theorell (1990).In this study, each of the adapted questions asked how strongly the respondents agreed or disagreed 




Table 1 presents the internal consistency reliabilities (Cronbach’s Alpha), means, standard deviations, and Pearson 
correlations of variables for the 532 participants. As shown in Table 1, the Cronbach’s Alpha for the work 
engagement measure was .74. The two sub-scales of the 15 item job demands (workload, work pressure) have 
satisfactory reliability values ranging from .88 to .90. Table 1 revealed significant negative relationship between 
academic workload, work pressure and work engagement, with correlation coefficients between -.39 and -.51. These 
results indicate that the higher the workload and work pressure the participants received, the less engaged they are 
with their work. 
 
Table 1: Results of correlation analysis 
 N Mean S.D 1 2 3 
Academic workload 532 2.06 .52 (.88)   
Work pressure 532 2.42 .91 .27** (.90)  
Work engagement 532 3.71 .46 -.39** -.51** (.74) 
Note: *correlation is significant at the .05; ** correlation is significant at the .01 
 
To test hypothesis 1a and 1b, regression analysis was conducted. Results in Table 2 showed that 32% (R2 = 0.32, F 
= 127.76, p<0.01) of the variance in work engagement was significantly explained by academic workload and work 
pressure. In the model, academic workload (β = -.43, p<0.01), and work pressure (β = -.28, p<0.01) were found 





Table 2:  Results of regression analysis 
Independent 
variables 
 Dependent variable  
work engagement 
Std Beta 
t Sig. Tolerance  VIF 




-.43** -11.57 .000 .926 
.107 
Work pressure  -.28** -7.48 .000 .926 .107 
R2  .32     
Adj. R2  .32     
F change  127.76     
Sig. F change  .000     
Durbin-Watson  1.62     
Note: *p< .05; **p<.01 
 
5. DISCUSSIONS 
In this study, work engagement was assessed by job demands such as academic workload and work pressure. The 
results show that both academic workload and work pressure had negatively affected work engagement among the 
academicians. The present findings supported past studies on job demands and work engagement (Hu, Schaufeli & 
Taris, 2011; Inoue, Kawakami, Tsuno, Shimazu, Tomioka & Nakanishi, 2013; Llorens, Bakker, Schaufeli, & Salanova, 
2006; Tomic & Tomic, 2011). The findings were not suprising. Logically, individual won’t be able to cope with their 
work if they were loaded with too much work or being pressured to get the work done within a short period of 
time. They might get the work done but not with the expected quality as they might failed to really engaged with the 
given task. Too much work also especially those that is not related with the academic work might lessen the 
academicians’ attention in focusing on the task given.  
6. LIMITATION AND DIRECTION FOR FUTURE RESEARCH 
There are limitations in the design of this study that might influence the interpretations and generalizations of these 
findings. This study only concentrated on academics in four public universities in Jordan. Different results might be 
obtained if the study is conducted in private universities and universities at different geographical areas. Hence, it is 
suggested that future research should replicate the framework of this study by incorporating the mentioned factors 
to elicit a comprehensive understanding on how personal, organizational, and environmental factors affect academics’ 
work engagement.  
 
7. CONCLUSION 
Based on the results of this study, it can be concluded that job demands play a significant role in hindering the work 
engagement of academics at higher education institutions. Academic workload and work pressure were found to be 
a strong predictor of work engagement among the academics. It seems that academics are less engaged in their work 
when high workload and work pressure are been imposed on themIt is hoped that through the examination of how 
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job demands relate to work engagement, a more complete understanding of the kind of effort needed to increase 
academics engagement towards their work will be achieved. 
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